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ABSTRACT 
The purpose of the study was to assess the factors influencing employee retention in 
the financial sector in Kenya. The specific objectives of this study wereto find out the 
effect of career development on employee retention at SidianBank. To establish the 
effect of employee mentoring on employee retention at Sidian Bank, to analyze the 
effect of working condition on employee retention at Sidian Bank. To find out the 
effect of remuneration on employee retention at SidianBank.The significance of the 
study is to the management of Sidian bank, The Government, Other financial 
institutions and Other Researchers.The study adopted a cross-sectional survey design: 
The investigation target a population of fouty three employee of sidian bank, for this 
study, the researcher selected census as the sampling design. Primary data was 
collected using a self administered questionnaire. The questionnaire was piloted in 
order to check for validity and reliability. Questionnaires wereadministered through 
drop and pick method. The data collected was analyzed using various statistical tools 
and instruments correlation and multiple regression analysisfrom the findings 
majorityof the respondents agreed that career development influence the employee 
retention at Sidian Bank. From findings the respondents agreed that employee 
mentoring influence the employee retention at Sidian Bank. From the findings the 
respondents agreed that working condition influence the employee retention at 
Sidian.It was noted that remuneration influence the employee retention at Sidian 
Bankand as indicated by the majority.The study recommends that the management of 
Sidian bank should put in place training and development programs for middle level 
managers. The organization should put up a staff benefits scheme that the managers 
feel are of greater value to them.The study recommends that the management of 
Sidian bank creates and cultivates a culture/ work environment where everyone loves 
to be part of. The management need to ensure the employee work place is conducive, 
and the management should put its employee interest at heart the management of the 
banks  
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OPERATIONAL DEFINITION OF TERMS 
Career development is defined as the organized, formalized, and planned 
efforts of individuals within an organization so as to 
achieve a balance between an individual‟s career needs 
and the organization‟s workforce requirements  
Working Conditions Working conditions refers to the working environment 
and aspects of an employee‟s terms and conditions of 
employment.  
Management Support Management support is about the framework which is 
developed for people to work within, on how to present 
and communicate the objectives of the bank in retaining 
employee and the culture of the organization.  
Remuneration Remuneration is the compensation that one receives in 
exchange for the work or services performed. Typically, 
this consists of monetary rewards, also referred to as 
wage or salary.  
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CHAPTER ONE 
INTRODUCTION 
1.0Introduction 
This study covered investigation on the factors affecting organizational performance 
in the hospitality industry in Kenya. This chapter consists of six sections .i.e. the 
background of the study, statement of the problem, objectives of the study, research 
questions, and significance of the study and the scope of study. 
1.1 Background of the Study 
Employee retention could be outlined as a total of all those activities aimed toward 
increasing organizational commitment of workers, giving them an overall formidable 
and myriad of opportunities wherever they will grow by outperforming others 
(Bogdanowicz&amp; Bailey, 2012). it's a voluntary move by a company to make an 
atmosphere that engages workers for a protracted term (Chaminade, 2010). 
The retention of workers has been shown to be important to the event and also the 
accomplishment of the organization‟s goals and objectives particularly in building 
competitive advantage over other organization within the part of hyperbolic economic 
process. Today, changes in technology, world economic science, trade agreements, 
and also the like square measure directly poignant worker/employer relationships 
therefore resulting in high worker turnovers thereby poignant employee retention in a 
company. In line with Coff (2016), outstanding workers could leave a company as a 
result of they became disgruntled, below paid or causeless and whereas making an 
attempt to retain workers at intervals the organization they'll gift alternative 
challenges furthermore.Cappelli (2010) indicates that many factors are thought-about 
necessary during a well-functioning of worker retention. The determinants that are 
thought-about to possess a right away result on worker retention include: career 
opportunities, work atmosphere and work-life balance. Cole (2000) suggests that folks 
lodge in such firms wherever there's a way of pride and can work to their fullest 
potential. The explanations to remain are work atmosphere, rewards, growth and 
development and work-life balance. 
In today‟s competitive state of affairs, because the awareness and technology plays a 
significant role in Develop as a lot of Deposit Taking Microfinance are authorized  
into totally fledged business banks. The transformation of Equity Bank restricted, 
Family and K-Rep deposit taking microfinance establishments into full business 
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banks has taken the competition to a different level within the banking system in 
kenya. (Werbel and Gilliland, 2010), Few qualified workers have unbroken on 
moving from one bank to a different in search of higher employment terms. As such, 
human capital has clad to be a very important competitive tool within the banking 
sector that demand correct management practices for these resources to confirm 
sustained bank competitive advantage. 
The workers facilitate produce an organizational culture. For the banking system in 
Kenya the banking services offered in several commercial banks is a lot of less 
constant that makes it tough to compete on product basis.Lepilale, (2009) For the 
Banks to stay competitive, they have to make a company culture wherever customers 
square measure invariably glad with the consistent quality services offered. For the 
commercial banks to supply consistent services, it's necessary that they recruit, train, 
develop and retain qualified personnel. 
The costs of employee turnover may be terribly high. They embrace separation prices 
as an example body time, achievement and placement prices, coaching prices for the 
new worker, and leave behind the lost information and doubtless damaged client 
relationships, a corporation result from regular ratio (Curtis, 2011). a large number of 
things justify why workers stay or leave an organization, however expressed 
intentions to remain has systematically been recognized as a reliable precursor to 
actual turnover and is reflective of worker commitment to the organization 
(Maertz&amp; silene, 2013). an honest match between worker and structure values is 
expounded to worker attraction, satisfaction, and turnover. 
In addition, job satisfaction contains a consistent and positive association to expressed 
intentions to remain and to worker perceived congruity with structure values 
(Sablynski, &amp;Erez, 2010). Job satisfaction may be investigated as either AN 
overall perspective toward the work expertise or as multiple elements. The elements 
of job satisfaction embrace attitudes toward compensation, coworkers, and one‟s roles 
and tasks. 
Regionally, the banking sector in Africa has grown in leaps and bounds. During 
the1980s most countries in Africa eased restrictions in the financial sector and offered 
tax incentives and subsidies to attract foreign banks into local markets (Aitken and 
Harrison, 2013). The quest that propelled developing countries to offer incentives was 
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to attract more foreign direct investment (FDI) that could spur development, 
particularly in banking, infrastructure, and farming. According to World-Bank (2015), 
FDI do have several positive effects which include productivity gains, technology 
transfers, and the introduction of new processes, managerial skills, and the know-how 
in the domestic market, employee training, international production networks and 
access to markets. 
The East Africa block has continued to experience a myriad of banks growth across 
the region. Kenya has the most enhanced banking system with major banks spanning 
across the region CBK (2014). Banking in Kenya has evolved over the years into a 
formidable sector with thousands of employees, profitability, and expansion. The 
resultant effect has been the influx of foreign banks into Kenya. According to CBK 
(2014) report, Kenya has 44 licensed banks, 31 of which are locally owned, while 13 
are foreign banks. 
 
1.2.1 Profile ofSidian bank  
Sidian Bank, formerly known as K-Rep Bank, is a commercial bank in Kenya, 
licensed by the Central Bank of Kenya, the national banking regulator, The 
headquarters of Sidian Bank are located at K-Rep Centre, on Wood Avenue, in 
Kilimani, a neighbourhood in Nairobi, the capital and largest city in Kenya. The bank 
is a medium-sized financial services provider, serving the urban and rural poor and 
small-to-medium business enterprises in Kenya. As of December 2015, the total 
assets of the bank were valued at about US$191.83 million (KES:19.11 billion), with 
shareholders' equity of approximately US$38.52 million (KES:3.84 billion). As of 
April 2016, the bank customer base exceeded 300,000. The name Sidian is derived 
from Obsidian, an extrusive igneous rock. 
Sidian Bank was founded in 1984 as K-Rep Bank. In the beginning, the organization 
provided grants and technical assistance to non-governmental organizations (NGO). 
The NGOs then made loans to micro-enterprises. In 1989, K-Rep changed its strategy 
to lending to the NGOs. The technical assistance that had been provided for free now 
attracted a fee. In 2009, K-Rep re-organized itself into four entities‟K-Rep Group – 
This is the parent company. It owns, either wholly or partially, the other three 
subsidiaries. K-Rep Development Agency This agency carries out research and 
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developmental assistance work for the group K-Rep Advisory ServicesThis Company 
provides consultancy services for a fee. In 2015, Centum Investment Company 
completed its acquisition of a majority stake in the bank. The bank later changed its 
name from K-Rep Bank to Sidian Bank in April 2016. 
1.2 Statement of the Problem 
According to Debra (2015) The Kenyan banking system has been witnessing 
extended human capital flights despite the expansion in profit for the past five years. 
The prevailing conflict at Sidian bank has led to employee turnover whereas the 
management continuously put less attention to intrinsic career development. 
This study seeks thus to determine those factors that influence employee retention at 
Sidian bank. A number of the areas the study can check out embody career 
development (career planning, coaching and development, and career growth 
opportunities), mentoring which incorporates (employee supervisor relationship and 
performance evaluations), and working condition (Work hours, Work Support, 
workload Job Stressors) and at last remuneration system which incorporates (salary 
rewards and bonus rewards) at Sidian bank. 
1.3 Objectives of the Study 
1.3.1 General Objective 
The Main objective of the study was to assess the factors influencing employee 
retention in the financial sector in Kenya  
1.3.2 Specific Objectives 
i. To find out the effect of career development on employee retention at Sidian 
Bank. 
ii. To establish the effect of employee mentoring on employee retention at Sidian 
Bank. 
iii. To analyze the effect of working condition on employee retention at Sidian 
Bank.  
iv. To find out the effect of remuneration on employee retention at Sidian Bank. 
1.4 Research Questions 
i. How does career development affect employee retention in the financial at 
Sidian Bank? 
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ii. In what way does employee mentoring affect employee retention at Sidian 
Bank? 
iii. How does working condition affect employee retention at Sidian Bank? 
iv. To what extent does remuneration affect employee retention at Sidian Bank? 
1.5 Significance of the Study 
1.5.1 The management of Sidian bank  
The study will  likely benefit managers of  Sidian bank  by  providing data and 
information that  was  not  readily  available  to  them  in  coming  up  with  the  
effective promoting staff retention strategies that are be used in order to be more 
effective and efficient. 
1.5.2 The Government  
The  study  will be  of  great  importance  to  the  government  in  formulating  
policies and the regulations of the employee retention in the financial industry,  since  
the institution management will be  informed  on  how  the  rules and regulations 
specification affect  auditing process  which  will led  to  introduction  of  consistence  
and  systematic procedures  for  carrying  out  inspection  to  enhance  what  would  
have  been  delivered within the specified standards. 
1.5.3 Other financial institutions  
This study will be of significance to the operators in the public sector that maybe in 
need of improving their strategy employee retention in the financial industry. This 
research study maybe used to benchmark, and will add value to other parastatals both 
private and public organization. 
1.5.4 Other Researchers 
This study provides background information to research organization and scholars 
who may want to carry out further research in this area. This study will also facilitate 
individual researchers to identify gaps in the current research and carry out research in 
these areas and would provide an opportunity to other researchers that were to 
dwelling in this field to define it better.  
 
1.6 Scope of the Study 
The study will focus on factors influencing employee retention in the financial sector 
in Kenya. The researcher chose to do a survey of Sidian Bank two branches Kenyatta 
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market located along Kenyatta Avenue located at Standard Bank Building first floor.    
The study was targeting 43 staff at the SidianBank. Management and staff was the 
main target in the study. This study was conducted for five months from January 2018 
to May 2018. 
1.7Chapter Summary 
This chapter contained the background of the study on the general understanding of 
employee retention in the financial sector. The chapter also covered the statement of 
the problem, objectives of the study, research questions, and significance of the study 
and scope of the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0: Introduction 
This chapter discusses the theoretical review, the empirical literature review, the 
summary and research gaps to be filed by the study and the conceptual framework, 
the operationalization of variables and the chapter summary.  
2.1: Theoretical review 
2.1.1Maslow’s Hierarchy of needs theory 
This theory was advanced by Abraham Maslow (1943). He proposed that human 
needs may be organized into a hierarchy of needs beginning with the foremost basic 
ones; the physiological needs, aiming to the security, social, esteem and self-
actualization. The essence of the idea is that needs lower within the hierarchy need to 
be consummated before higher needs. Such as physiological needs which incorporates 
food, breathing, sleep need to be glad before the security needs and so social needs 
that involve love and happiness. If of these needs are glad, then esteem needs which 
incorporates shallowness, confidence, and action and so once of these needs are 
earned, one will currently get to self-actualization that so makes them feel loyal to the 
corporate. The Maslow's Hierarchy of needs clarifies the motivation elements that 
ultimately result in disposition to stay loyal to the corporate (Gaia and Christopher, 
2007). This theory states that, however expertise, instructional level, earned coaching 
and remuneration, while not the required motivation the output of the employee will 
not be at legitimate level. Low inspiration will result in Associate in nursing 
increment in worker effort the organization. Stein (2013) planned that intended 
personnel will improve client satisfaction and disposition to remain. If employees‟ are 
lacking these basic needs, support and recommendation ought to be offered to such 
employee. He additionally detected the normal employers build one mistake thinking 
solely cash is required to retain a worker. 
He argued that for workers to try and do that they have to attain those needs so as to 
allow their prime and best performance, the leader additionally has to inspire the staff 
by giving them affordable incentives, pays, rewards, recognition and additionally 
subjecting them to coaching and development to boost their loyalty or rather retention 
to the firm (Stein, 2013). And for employers to try and do this, you wish to grasp 
components of the Maslow‟s hierarchy of has to get the most effective out of their 
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workers and want to grasp that salaries and compensation alone can‟t inspire and 
retain employees. The Maslow's Hierarchy of needs assumes the important half in 
worker motivation. On these lines, the manager need to set up every position, office, 
processes, procedures, and culture thus on satisfy these needs and thereby raising their 
disposition to remain. 
2.2.2 Herzberg’s Two – Factor theory 
Fredrick Herzberg‟s, factor issue theory of motivation identifies two sets of factors 
namely: hygiene or maintenance factors and motivating factors that influence 
individual‟s attitudes towards work, Herzberg (1959). Per Herzberg, hygiene factors 
that he termed as dissatisfies sometimes do very little contribution to produce job 
satisfaction as their presence solely prevents dissatisfaction however isn't motivating 
to people. These factors are extrinsic in nature and are associated with the condition 
under that employment is performed. Motivating factors on the other hand 
additionally termed as satisfiers act as forces of job satisfaction. Job 
satisfaction/dissatisfaction has long been recognized as a predictor of worker 
retention. These motivators per Herzberg are intrinsic to the content of the task and 
are created up of parts including personal growth and development, style of the work 
itself, recognition and action among others. 
To apply Herzberg's theory, one needs to adopt a two stage method to motivate 
individuals. Firstly, one must eliminate the dissatisfactions they are experiencing and, 
secondly, help them realize satisfaction. Herzberg noted the causes of discontentare  
"hygiene factors". He urgedto eliminate them, there's need to fix poor and clogging 
company policies, offer effective, corroborative and non-intrusive direction, produce 
and support a culture of respect and dignity for all team members, make sure that 
wages are competitive, build job standing by providing substantive work for all 
positions, provide job security. All of those actions facilitate to eliminate job 
discontent in a corporation. Simply because somebody isn't discontent, it doesn't 
suggest he or she is happy either, there's would like additionally to target factors that 
build job satisfaction. To create satisfaction, Herzberg says that one must address the 
motivating factors related to work. He knew as this "job enrichment". His premise 
was that each job ought to be examined to see however it may be created higher and a 
lot of satisfying to the person doing the work. Things to be thought of embrace, 
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providing opportunities for action, recognizing workers' contributions, making work 
that's profitable which matches the abilities and skills of the employee, giving the 
maximum amount responsibility to every team member as potential, providing 
opportunities to advance within the company through internal promotions, providing 
coaching and development opportunities, in order that individuals will pursue the 
positions they need inside the organization (Mindtools.com., 2009) 
2.2.3 Adam’s equity theory 
Stacy Adams (1960s) proposed Adam‟s equity theory, it is accustomed justify 
however staff decide the fairness of rewards (Ramlall, 2009) Equity theory regarding 
with however people feel about however they're treated in distinction to others. Being 
treated even-handedly suggests that being treated fairly as compared with a gaggle of 
people. Equity isn't constant as equality which might be treating everyone constant 
that is biased if people ought to be dealt with in a sudden manner (Armstrong, 1999). 
Equity theory says staffs is going to be galvanized within the event that they're 
forbidden impartially and de-motivated if treated unjustly. Consistent with this theory, 
the opinion of the worker with reference to fairness is that the outcomes versus their 
contribution as compared to the outcomes and contributions of alternative staff. The 
first centre was on the fairness of the individual involved to their results, samples of 
this include; reward, pay or performance appraisal (Deutsch, 2015). As such, retention 
is generated internally and is driven by factors that are intrinsic to the duty. Herzberg 
knew as these variables "motivators". These intrinsic variables carry with it 
recognition, action, responsibility, the duty itself, growth and advancement. 
Alternately, sure variables will cause dissatisfying experiences to the workers; these 
variables typically return as results of from non-job variables that are believed to be 
extraneous. These variables were known as "Hygiene" factors by Heinzberg that, in 
spite of the actual fact that it does not encourage employees; still, these factors should 
be breathing therefore on keep the staff within the organization. The dissatisfies are 
wage, workfellow relationships, higher-up designs and company policies (Bassett-
Jones and Histrion, 2010). One kind involves the necessity to grow in one's 
occupation as a medium of non-public growth. The second kind works as a significant 
base to the primary and is connected with cheap treatment in operating conditions, 
management, body practices and compensation". Herzberg expressed financial 
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motivating forces like compensation could encourage within the short run but the 
impact speedily wears off. 
2.2 Empirical Literature Review 
2.2.1Career Development and Employee Retention 
According to Arthur (2014), Career development may be a multifaceted idea which 
will carry each purpose and a way of aiming to an employee‟s life. It additionally 
includes concepts of progression and development each at work and at a personal 
level during this way; it embraces concepts regarding long learning furthermore as 
skills development. On the opposite hand, Armstrong (2009) defines employees 
turnover because the permanent departure of staff from an organization. Testa (2008) 
agrees with Armstrong and more adds that the departure of the staff is in terms of 
human financial loss to the organization. Dwomoh and Korankye (2012) argue that 
there exists a big correlation between career development and worker retention within 
the banking sector. 
Retention of staff is imperative altogether banks and during this method having got 
wind of employee maintenance techniques builds the chances of long run 
representatives. By having development practices place in situ can enhance the bank‟s 
profit because the productivity level can increase thanks to having glad staff that is 
happy to work in such a company. An increment in worker retention induces a 
discount in accomplishment therefore saving the organization time and prices in 
accomplishment and coaching. Company investors have a high respect for human 
capital and consequently banks got to guarantee that their skilled people are command 
in the association, as they're superiority to the contenders (Philips and Edwards, 
2008). O‟Donnell (2013) places that profession advancement hones in business banks, 
as an example, making ready and vocation arranging will possibly enhance and 
manage authoritative execution.  
Similarly analysisdid by Dwomoh and Korankye (2012) on coaching and 
development opportunities within the banking sector have a big correlation with 
worker retention within the banking sector.Similarly, Testa(2015), cantered on the 
retention of staff in banks in West Pakistan employees‟ skills development through 
coaching enhances their competitive advantage within the labour market thence their 
confidence of their job security. Once organizations like banks have multiplied 
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employees‟ productivity through coaching and development, the resultant result 
sometimes tips in favor of loyalty to the bank that considerably reduce employee 
retention (Butler, 2011). Wan (2018) argues that the sole strategy for banks which 
will radically improve their personnel productivity, and cut back worker retention is 
thru comprehensive coaching and development. 
Mahamad and Korankye (2011),conducted a study on West Pakistan banking 
system.The study established thatthat by boosting the coaching and development 
activities of staff among the banking sector, staff do get actuated to remain with the 
bank. Principally this is often not out of attrition, however rather out of a way of 
purpose and happiness. Organizations so need to invest in crucial banking skills and 
competencies that may alter their staff to operate at a competitively favored level 
(Steel, Griffeth, &amp;Hom, 2012) 
 
Batt (2012)found out thathigh-involvement of staff in coaching directly and 
absolutely correlates to increasing employee retention. Woodruffe (2010) on an 
analysis on impact of coaching on employee‟s turnover within the banking sector 
within the UK found that training, education and development are crucial to the career 
development of a worker. The additional worker feels that his/her career goals area 
unit being addressed by a company, the additional their commitment and loyalty to 
the organization. Equally, a study by Babakus, (2010) on retention in Nigerian banks 
found that banks that provided worker coaching sent an indication to staff that 
management is committed to their retention. 
Of significance to notice is that the study by Griffeth, and Hom (2012), that 
unconcealed that lack of coaching and career development opportunities were the 
foremost cited reasons for employees‟ turnover in a company. Notably, Griffeth, and 
Hom (2010) findings were the same as the study of Bassett and lioyd (2009) that all 
over that a rise in superior among Nigerian banks was as a results of the banks having 
a conjunct effort in coaching their workers; this resulted in low employee retention. 
The implication so is that, banks that give coaching to their staff can to an oversized 
extent cut back worker retention. 
According to Yeatts, (2000) career designing and development is hinged on two 
views; depreciation and conservation perspectives. The depreciation perspective inan 
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organization assumes that an individual‟s worth to the organisation is among the first 
years of the individual‟s career. Therefore if a company is to develop careers, it ought 
to solely target those coming into their careers. The idea is that staff peaks early 
during a career, levels off at mid-career, and steady declines till retirement. However, 
the conservation perspective appearance at staff of all ages as renewable assets. The 
attitude hopes that staff can yield a high rate of come over long periods of time, if 
adequately educated, trained, and managed (Hedge et al., 2009). The organizations 
that adopt the depreciation perspective, and fail to set up careers for his or her middle 
to recent aged staff usually suffer devastating consequences of worker retention. Once 
staff feel discriminated thanks to their age in a company career designing 
opportunities, they exit the organization (Grosskopf and Atherman, 2011). The 
analysis done by Hedge et al., (2011), Grosskopf and Atherman, (2011), and Lin, 
Peng, &amp; Kao, (2008), indicate a big relationship between career designing and 
worker retention within the banking sector. 
According to Mayrhofer et al., (2007), career growth chance is that the convenience 
of probabilities that and worker encounters or desires to encounter therefore on 
enhance their career‟s upward quality. Most often, these opportunities are provided by 
the organization that the worker works for. Instead, the worker will still realize these 
opportunities elsewhere, notably those within the employee‟s career life. The rationale 
on why most organizations don't give career growth opportunities is expounded to 
price part.  
There exists a powerful correlation between career growth opportunities and worker 
retention (Puah&amp; Ananthram, 2011). Chen et al., (2010) argue that the robust 
correlation between career growth methods and worker retention are meant to 
optimize each the effectiveness of staff careers whereas at an equivalent time 
enhancing organizations growth objectives. Organizations that lack a contingency set 
up in managing their employees‟ career growthmost frequently suffer the 
consequence of low worker retention (Armstrong, 2009).Equally, Agarwal, and 
Magin., (2011) contends that failure to fulfill employee‟s expectation in career growth 
opportunities leads to low retention with employees‟ seeking these opportunities 
elsewhere. 
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According to Jones and mcintosh (2010), understanding the value of employees‟ 
career, and enhancing mechanisms for the expansion and development will 
considerably cut back turnover intentions, and ultimate turnover. Duffy, et al., (2011) 
argues that organizations that place obstacles in employee‟s career development stand 
a larger probability of funneling dissatisfied staff who would quit the organization at 
any best out there chance for growth. Prophet (2010) equates moving up the 
organization to moving out of the organization and counts for basic career growth 
which will trigger turnover. But Feldman and Nigel (2008), extrapolates an argument 
by stating that worker retention may even be necessitated by chance for advancement 
or promotion outside the organization. Sometimes staff with higher the next} affinity 
for growth opportunities would like different organizations which can provide them 
such opportunities or better opportunities with multiplied compensation packages. 
Analysis done by Duffy, et al., (2011), Jones and mcintosh (2010), prophet (2010). 
2.2.2 Employee Mentoring and Employee Retention  
According to Richard et al., (2009) mentoring may be a reciprocal, typically long 
relationship that exists between worker and mentor. The mentor contributes by 
sharing their career life, challenges, opportunities, their experience, role development, 
and offers formal and informal support with intention to influence the protege career 
Levenson, (2011). Consistent with Samuel (2010), mentoring plays a vital role in 
promoting worker retention in banks. The mentoring and worker retention argue that 
there's a major correlation that must be explored any (Donald, Hollmann, and Gallan, 
2011). 
In an analysis done by Richard and Levenson,(2009), on mentorship within the 
banking sector, he contends that banks that develop effective mentoring programs 
have a positive vital relationship with worker performance. These finding are in 
bicycle-built-for-two with the study exhausted united states banks that indicated that 
mentoring programs for junior workers by senior workers light-emitting diode to 
increased junior worker commitment to the banks, whereas at a similar time 
promoting worker retention. 
According to Levenson,(2011), structure structures Jones and Mcintosh (2010) that 
embrace mentoring programs typically provides a sense of progressive career 
structures than people who don't. They further argue that for a corporation to foster, 
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attract and retain workers, they need to confirm that worker development is 
predominating in their objectives. One amongst the ways in which this was done is 
through institutionalization of mentoring and training programs. 
Samuel (2010), contends that the majority organizations do pay a lot of attention of 
employee‟s performance appraisals as some way of activity performance. He argues 
that the employee performance is tied to employee satisfaction that is tied to coaching 
job and mentoring. Mentoring helps build the consistency from employee and the 
organizations, that there exists a mutual relationship that not solely cares for the 
objectives of the organization, however additionally for the goals and career 
ambitions of the worker. Jones and eating apple (2010), any advances prophet (2010), 
argument by declarative that there's a major relationship between worker coaching job 
and mentoring and worker retention at organizations. The precept for the argument is 
constructed on the premise that happy workers are committed workers (Levenson, 
2011). Committed workers are loyal to organizations objectives (Grosskopf and 
Atherman, 2011). Equally, Richard, (2009) contends that mentorship and training 
develops lasting relationship that quenches hostilities between supervisor and 
workers, or manager and workers, thereby establishing a causative operating 
atmosphere that promoting worker retention. 
Richard et al., (2009) argue that there's a major correlation between workplace 
relationships between workers and therefore the supervisor. There are cases wherever 
supervisors may be cruel within the manner during which they assign responsibilities, 
work, or the approach they micro-manage workers. Such toxicant environments 
produce ample reason that ends up in reduced worker retention rate. Thomas and 
Tymon (2009) analysis on period workers argue that period do typically wish 
supervisors United Nations agency will empower them for larger success in their 
careers. Failure to fulfil this condition, banks finds themselves shrouded with cases of 
dissatisfied workers that ends up in reduced worker retention (Tareef, 2012). 
According to Jaffari, (2011) the banking industry‟s high level systematic approach to 
rules, monetary prudence, and worker satisfaction, typically cripples the thought of 
supervisors - worker autonomy. Mentorship within the industry will thus, and in rare 
occasions grant mentorship that grants worker autonomy. Lack of this autonomy ends 
up in micro-management that breeds supervisor contempt, and therefore reduced 
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worker retention rate (Khattak, 2011). The thought of mentorship is meant to 
reinforce a mutual relationship that builds trust for worker commitment, however, 
Firth et al., (2007) argues to the contrary. Firth (2007) contends that the assumption 
that mentorship autonomy decreases turnover doesn‟t hold true within the banking 
sector. 
In employee-supervisor relationship, it's necessarily that employees‟ personal 
strengths, uniqueness, and rights be treated as primary parts that scale back turnover 
(Ghosh &amp;Sahney, 2010). Consequently, within the banking system, the effective 
coaching of supervisors in managing workers contains a correlation with the final 
word employees‟ job satisfaction and turnover (Kuvaas&amp;Dysvik, 2010). It's 
imperative that as a mentor to employees‟ underneath their domain, supervisors ought 
to Endeavour to create appreciative positive contribution that enhances workers work 
expertise and satisfaction, therefore result in promote worker retention (Armstrong, 
2009; Ashar, 2013; Brashearet al., 2008). 
Various different researchers Choi (2012) discerned that workers perception of the 
character of super ordinate support had an instantaneous impact on turnover 
intentions, and ultimate turnover of workers from their organizations. An argument 
will thus be created that supervisors‟ data in guiding, shaping and remodelling 
workers still as their perceived attitudes and behavior towards workers‟ have a major 
impact on employee retention (Karl et al., 2008). 
2.2.3 Working Conditionand Employee Retention 
Aworemi, Abdul-Azeez and Durowoju (2011), administrated an empirical study of 
motivational sought among workers in Kenya commercial bank. The study wanted to 
explain the hierarchical importance of the subsequent motivators: job security, 
personal loyalty to workers, fascinating work, sensible operating conditions, good 
wages, promotion and growth within the organisation, appreciation for work done. 
Fifteen branches were selected. The result was hierarchical consistent with order of 
importance, as follows: sensible working condition, fascinating work, good wages, 
job security, promotion and growth within the organisation. Appreciation for work did 
personal loyalty to workers. The results of the study shows that sensible operating 
condition, fascinating work and good wages are the foremost effective motivators. 
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The personnel are going to be higher fulfilled if administration furnishes them with 
possibilities to satisfy their physiological and mental needs. The labourers can 
coordinate deliberately with administration and can contribute their most extreme 
towards the objectives of the venture (Morgan, 2010). A report by world personnel 
index demonstrates that sixty six of the employees are impelled to find out new skills 
or search for additional making ready as associate open door for advancement with 
their gift business. Moreover, concerning half (47 percent) of summary respondents 
within the U.S. are either effectively trying to find or thinking of some as sort of 
additional instruction or making ready to hunt when another field of labour. 
Profession advancement is crucial for each the employees and executives. 
Shropshire and Kadlec, (2012) studied job satisfaction in banking workers in Shimla 
because the capital and largest town in Northern working conditions of a bank play a 
very important role in an individual‟s call to remain or leave the bank. Working 
environment related to physical aspects like noise, significant lifts and exposure to 
toxics. The psychological social dimension of working environment might embody 
work support, workload and job stressors. The characteristics of working environment 
vary across completely different sectors thanks to interacting with different clients 
and customers. Healthy working environment involves sensible cooperative and 
communication culture, the presence of competent leadership, practice, skilled 
advancement and therefore the presence of adequate staffs (Ritter, 2011). 
Working environment within the Muslim banking in Dubai is essential and affects the 
power to supply quality care. The atmosphere of the setting and facility is crucially 
necessary. Involving staffs in dynamic working environment will cause a lot of 
favourable result as they're the one working within the system. They will offer 
insights on the deficiencies and adjustments are often created accurately (Ritter, 
2011). Each impact on working environment like management, instrumentality 
handiness and work facilities ought to be assessed consequently to enhance the 
working environment (Christmas, 2008). It influences everything from the protection 
and tending of patients to job satisfaction of nurses. Poor hospital environments have 
an effect on the patients‟ morality and nurses‟ outcomes. The rising needs of fine 
working environment are essential to retain gifted workers. 
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Workplace setting includes not solely the physical components round the work space 
of a worker however also all things that kind a part of the employee‟s involvement 
with the work itself. World at Work, the whole Reward Association defines 
workplace environment because the total cluster of noticeable physical, psychological 
and behavioral components within the workplace. A positive work environment is 
believed to make to make feel sensible concerning returning to work and supply the 
required motivation to sustain them throughout the day. This observation is echoed by 
Wells &amp;Thellen (2002), UN agency stress that banks giving appropriate levels of 
privacy associated sound controls at the work place thereby rising levels of motivation 
and commitment in workers have an hyperbolic ability to satisfy and retain workers. 
Heneman (2007), conjointly will touch to the actual fact that one in all the foremost 
crucial component of any banks total reward strategy has a positive work setting. 
Work environment within the money sector is taken into account one in all the 
foremost necessary factors in employee‟s retention. Consistent with Hytter, (2013), 
work setting is mostly mentioned as industrial perspective; concentrate on facet such 
as Noise, toxic substances exposure and significant lifts. The interactions rely on the 
sort of job or / and type of business, it's going to be a lot of or is also less. The 
interaction between workers and clients and consumers moves from physical to 
psychological dimension. Psychological work setting accommodates work load, 
decision, support, stressors, latitude and call. It's of a lot of importance to understand 
and acknowledge the rising needs of workers and providing sensible work 
environment so as to stay the workers committed with organization. 
Ramlall, (2011) during a study on working conditions for workers operating in at 
bank of Uganda posit that individuals attempt to figure and to remain in those 
organizations that gives sensible and positive work setting, wherever workers feel that 
they're valued and creating distinction. Expert workers of such organizations are 
dragging along to push the organization forward. Organizations ought to concentrate 
on managing the work setting to create higher use of the obtainable human assets. 
Individuals wish to figure for a company that appreciates work performance, has 
opportunities to grow, a friendly and cooperative setting and a sense that the 
organization is second home to the worker. Three styles of setting that associate 
worker needs in a company are learning, validating and work environment. Learning 
environment includes continuous learning and improvement of the individual, 
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certifications and provision for higher studies. For validating setting a company will 
offer support within the sort of work-life balance. Work life balance includes versatile 
hours, teleworking, dependent care, alternate work schedules, vacations and welfare. 
However, work setting includes economical managers, validating co-workers, 
difficult work, and involvement in deciding, clarity of labor and responsibilities, and 
recognition. The absence of such setting pushes workers to seem for brand spanking 
new opportunities. The setting ought to be specified workers feel connected to the 
organization in each respect 
 
2.2.4 Remunerationand Employee Retention  
A study by foon (2010) in the Asian countries aimed at determining the impact of 
salaries on employee turnover, it was found out that tangible remuneration system 
enhanced employees retention. The extent to that workers area unit compensated 
correlates with turnover rates among banks. Equally, Zhou, et al., (2009) argues that 
banks policy on salaries, bonuses, and promotions should be skilled, otherwise it'll 
lead to favouritism, and favouritism that precipitates worker discontentedness leading 
to worker retention, significantly for the aggrieved workers. 
According to Walia, (2012) analyzed the influence of worker rewards; job satisfaction 
and human resource policies on worker retention in bank of Ghana restricted pay and 
associated edges are an integral issue that influences worker retention. The most 
important reason why individuals work is to possess associate degree income so as to 
fulfil their basic survival desires like food, covering and shelter. Satisfaction through 
financial gain attained further results in worker retention. Within the banking sector, 
salaries offered to workers will simply kind a competitive advantage for the bank 
sanctionative the bank to curtail any pay connected turnover since the market would 
be unattractive to workers seeking to go away (Babakus, Yavas, Karatepe, 
&amp;Avci, 2003). 
This agrees with Carolyn (1997), since compensation/pay is among the highest 3 
motivators. Odendaal (2010) meted out a search on „staff retention in associate degree 
info management environment‟. The most important objective of the analysis was to 
spot relationship between motivation, job satisfaction and retention. The study came 
out with the subsequent factors influencing workers retention in line with importance: 
Communication, smart operating condition, Job security, opportunities for learning 
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and growth, Recognition, Promotional opportunities, smart supervision/ leadership 
Responsibility and responsibility, Stimulating task, Compensation/pay, Co-workers, 
prestigious job. Results of the analysis thus show that compensation/pay isn't a serious 
rational motive of employees to stay. 
Adebimpe, and Odunayo (2012), meted out a study on job security in chosen 
commercial banks in ibadan South western Nigeria, so as to assess job insecurity 
among bank employees in ten chosen banks in Nigeria. Supported descriptive 
technique of research, the findings disclosed that there's a high level of insecurity 
among bank employees, particularly those on contract appointment. The study 
recommends the harmonization of pay structure among each contract and permanent 
workers. 
Zahraddeen (2012), assessed the role of motivation in enhancing workers‟ 
productivity in Adamawa Investment and Property Development Company Ltd, the 
analysis came out with the subsequent findings: employees‟ participation, job 
security, and smart compensation area unit what inspire workers. Auwal, and Bala, 
(2012), conducted a search on random and diagnostic analysis of line teachers‟ 
attrition and retention so as to search out the factors contributively to line teachers‟ 
attrition and retention in Adamawa State. The result disclosed that poor pay structure 
and Luke-warm perspective by government area unit the most important factors that 
semiconductor diode to line teachers‟ attrition 
Jonah and yousou (2013), meted out a study on the impact of wage differentials on 
labour turnover within the public service in Nigeria. The findings expressed that as 
wages increase, the chance of a state employee feat to a federal government officials 
falls. Asiedu-Appiah, Kontor and Asamoah(2013), conducted a search on result of 
human resource management on workers retention; perspective from mining business 
in Ghana. The most important finding of the study was that majority of turnover 
intentions among the study organisation are owing to human resource management. 
Precisely, coaching and development, compensations and job security area unit 
factors that area unit vital in transportation concerning turnover intention among the 
mining business. 
Mbah and Ikemefuna(2012) conducted a study on job satisfaction and workers 
turnover intention in Total Nigeria plc, in port state Nigeria. The analysis specifically 
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noted that satisfaction with pay, nature of labor and management are the aspects of 
job satisfaction that have an effect on turnover intention. Dele (2013), conducted a 
study on the results of motivation on employees‟ job commitment within the Nigerian 
banking system, The study was aimed toward examining the perceived effects of 
management use of motivation on employees commitment in Nigeria‟s banking 
system. The finding of the study disclosed that employees perception of the varied 
psychological feature factors differs, however majority of the respondents indicated 
that smart salaries and benefit area unit their best supply of motivation. 
Faustina (2012) meted out a study on the impact of motivation on worker retention, in 
commonplace hired bank restricted Ghana, to find the impact of motivation on 
retention of workers. Results of the study showed that pay and benefit were rated as 
most vital psychological feature factors to the workforce of the bank. 
David (2013), targeted on human resource management activities that were overtimes 
utilized in the mining industry in Ghana and their result on worker retention. The 
most findings of the study were that majority of turnover intentions among the 
organization were owing to human resource management. Coaching and 
development, communication and knowledge sharing, health, safety and welfare, 
incentives and compensation and job security factors were terribly vital in 
transportation concerning turnover intentions among the mining business. The study 
provides insights into the results of human resource management practices on 
employees‟ significance to go away and retention within the mining sector in Ghana. 
2.3 Summary and Research Gap 
Most of the studies on employee turnover and retention have been undertaken in the 
context of banks operating outside the Kenyan economy. There is not much research 
work carried out in the context of Sidian bank limited. Practitioners agree that there is 
a growing problem related to employee turnover and retention in the financial sector 
and therefore this area merits serious research attention. Over past decades, staff 
turnover has become a major concern for banks in Kenya, yet only a few researchers 
have attempted an in-depth study offering detailed consideration of causes and 
consequences of employee turnover in the Kenyan financial sector (Loquercio et al., 
2011), indicating this as a research gap. 
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Furthermore, most of the existing studies on employee turnover and retention in the 
banking sector have been carried out in the Western context. The researcher did not 
come across any Kenyan and more specifically of Sidian bank study, barring a few 
studies discussed in the above section, which comprehensively investigates the issue 
of employee turnover and retention in the context of financial organizations in Kenya. 
The researcher did not come across any Kenyan study available that investigates the 
reasons as to what factors attract employees to join a bank and what factors become 
the causes for the same set of employees to leave the organization. Staff turnover and 
retention continues to be an area of interest as well as importance in banks, in view of 
the limited compensation 
Most of the literature reviewed was based on organization commits its resources to 
help develop their employees‟ career goals, employees will in turn feel obliged to 
commit their time to the organization hence increasing organization employee 
retention. This is true however how much resource was enough to ensure there is a 
high retention rate at the bank this research will fill in the gaps by directly interacting 
with the employee.   
2.4 Conceptual Framework 
The framework below is adopted in the study to show the relationship between 
independent and dependent variables. The following variable has some relation with 
the factors affecting Employee Retention in the Financial Sector in Kenya. 
Independent Variables                     Dependent Variable 
 
 
 
  
 
 
 
 
Figure 2.1 Conceptual framework 
Career Development  
 
Employee Retention in the 
Financial Sector  
 
Employee Mentoring  
 
Working Condition  
 
Remuneration 
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2.5 Operationalization of Variables 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.2Operationalization of Variables 
2.6 Chapter Summary 
This chapter reviewed the theoretical aspect of the study, it‟s the secondary data of the 
research and it is carried out to give the theoretical account of the study where it had 
three theories; Maslow‟s Hierarchy of needs theory, Herzberg‟s Two – Factor theory 
and Adam‟s equity theory.  It focuses on the review of past studies on the topic of the 
research study from a global and local perspective. It also covers the objectives of the 
study acknowledging the sources of the information about the objectives, the critical 
analysis of the theoretical review and the summary of the research study. 
 
 
 
Career Development  
Career planning 
Training and development,  
Career growth opportunities 
Employee Retention in the 
Financial Sector  
Employee turnover rate  
Flexible working hours 
Good working environment 
Opportunities for growth 
Competitive Pay Package 
 
Employee Mentoring  
Employee supervisor relationship 
 Performance evaluations 
Employee empowerment 
 
Working Condition  
Work hours  
Work Support,  
Workload  
Job Stressors 
Remuneration 
Salary Rewards  
Bonus Rewards 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter presents the methodology used in the study. It discusses methods used to 
gather information relevant to the hypothesis, which guides this study. It discusses 
aspects such as research design, target population, sampling design and sample size, 
data collection methods and procedure of data analysis employed in the study. 
3.1 Research Design  
Cooper and Schindler (2008) define a research design as the scheme, outline or plan 
that is used to generate answers to research problems. Creswell (2007) similarly notes 
that a research design is the structure of the research that holds all the elements in a 
research project together. The study adopted a cross-sectional design. Cross-sectional 
survey design focuses at a subset ofthe population at a particular point in time. Cross-
sectional research takes a representative sample of its target group and bases its 
overall findings on the views of those targeted; assuming them to be typical of the 
whole group therefore allowing for generalizations(Mugenda and Mugenda, 2009). 
This method was useful in identifying practices in an organization. 
Cross-sectional designs require less dedication from research participants, take less 
time to complete and do not contain as many obstacles related to finding and 
maintaining a sample population (Cooper and Schindler, 2010). It was suitable in 
establishing the factors influencing employees‟ retention in the financial sector in 
Kenya. The study focused onboth quantitative and qualitative data in order to gain a 
better understanding and more insightful interpretation of the results. 
3.2 Target Population 
Kombo and Tramp (2011) characterizes target population as all inclusive arrangement 
of the investigation of all individuals from genuine or speculative arrangement of 
individuals, occasions or protests which a researcher wishes to sum up the outcomes 
and make references. The investigation targeted a population of fouty three (43) 
representatives working at Sidian Bank head office branch. This is shown in the table 
3.1  
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Table 3.1 Target Population 
Category Target  Population Percentage 
Management 2 5 
Supervisors 4 9 
Support staff 37 86 
Total 43 100% 
Source: Sidian Bank,(2018) 
3.3 Sample and Sampling Technique 
A sample is a sub-set or part of the target population; sampling is a process of 
selecting subjects or cases to be included in the study of the representative of the 
target population (Orodho, 2015). Ngechu (2013) underscores the importance of 
selecting a representative sample through making a sampling frame. For this study, 
the researcher selected a census.According to Kothari, (2010) a census is a study of 
every unit, everyone or everything, in a population. It is known as a complete 
enumeration, which means a complete count. A census is often construed as the 
opposite of a sample as its intent is to count everyone in a population rather than a 
fraction. This is the only way to be sure that everyone has been included as otherwise 
those not responding would not be followed up on and individuals could be missed. 
Census was used because the group is small to be sampled and the researcher needs 
each member of the target population to have an equal chance of participating in the 
study.  
Table 3.2 Target Population 
Category Target Population Sample size  Percentage 
Top Management 2 2 5 
Middle Management 4 4 9 
Support Staff 37 37 86 
Total 43 43 100 
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3.4 Instruments 
Data collection instrument is the tool of gathering and measuring information on 
variables of interest, in an established systematic fashion that enables one to answer 
stated research questions, test hypotheses, and evaluate the outcomes (Cooper and 
Schindler, 2008). The primary data collection tool to be used was by use of 
questionnaires. This was accomplished by approaching employees within sampled 
bank branch explaining the objective of the research and handing them the 
questionnaire to fill. 
Questionnaire included open and closed ended questions for ease of administration. 
To enhance quality of data, Likert type questions was provided whereby respondents 
was required to indicate the extent to which the statements representing variables 
applied to their organizations. A five point likert scale was used. 
The structured questions wereused in an effort to facilitate easier analysis. The 
questionnaire was administered in person to avoid discussion among employees 
atSidian bank which would jeopardize the whole study. The questionnaire consisted 
of two parts. Part A collected biographic data and part B the factors influencing 
retention. 
3.5 Pilot Study 
According to Harper, (2012)A pilot study is a mini-version of a full-scale study or a 
trial run done in preparation of the complete study. The latter is also called a 
„feasibility‟ study. It can also be a specific pre-testing of research instruments, 
including questionnaires or interview schedules. (Compare Polit,2011) The pilot study 
will form the pedestal for the research. It was conducted on 5 different employees 
from various universities on what influences their retentionwas drown from Sidian 
bank Kenyatta avenue branch. They was asked to list down the various factors that 
influence employee retention in the bank, the students was also asked to identify and 
rate the career development, employee mentoring, working condition, remuneration 
which they perceive influences their retention rate at the bank they work for and based 
on their perception. Based on the findings of this pilot study, the survey instrument 
was designed 
One of the advantages of conducting a pilot study is that it might give advance 
warning about where the main research project could fail, where research protocols 
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may not be followed, or whether proposed methods or instruments are inappropriate 
or too complicated.   
3.5.1 Validity 
Trochim(2008) defines validity as a result of the degree to that a check lives what it's 
purported to measure. Its miles uncommon, if nearly unfeasible, that questioner tool 
be 100% valid, therefore validity is usually measured in tears. As a fashion, validation 
includes assembling and analysing facts to assess the accuracy of an instrument. To 
verify validity, the questionnaires wereconfirmed by the supervisor. The validating 
tests wereon right construction of form and therefore the contents of the questions.  
3.5.2 Reliability test 
According to Moskal&Leydens (2010) reliability is concerned with a question of 
stability and consistency. It is a measure of the degree to which a research instrument 
yields consistent results or data after repeated trials. To verify reliability, the 
researcher will have a look at adopt cronbach‟s alpha formula. In this method, 
cronbach‟s alpha will give a beneficial decrease bound on reliability. Cronbach‟s 
alpha typically increased when the correlations between the items growth. For this 
reason the coefficient measures the inner consistency of the test. Its maximum price is 
1, and usually its minimal is zero, even though it could be negative. 
For this reason the coefficient measures the inner consistency of the test. Its maximum 
price is 1, and usually its minimal is 0, even though it could be negative. A usually-
familiar rule of thumb is that an alpha of 0.7 suggests applicable reliability and 0.8 or 
higher indicates good reliability. Very excessive reliability (0.95 or better) is not 
necessarily acceptable, as this suggests that the objects can be entirely redundant. 
these had been most effective pointers and the actual price of cronbach‟s alpha trusted 
many stuff together with the range of gadgets increased, cronbach‟s alpha has a 
tendency to growth too even with none increase in internal consistency. The goal in 
designing a dependable device became for scores on comparable gadgets to be 
associated (internally steady), but for each to make contributions some unique data as 
nicely. 
3.6 Data Collection Procedure 
The average duration of filling a questionnaire was about 25 minutes. The 
questionnaires wereadministered to identify sample and contained both open ended 
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and closed type of questions. All questionnaires weredelivered by hand and where 
possible by email. Information consent was sought from participants before the onset 
of collection of data.  The participants was given time to fill the questionnaires, under 
the study‟s supervisor and guidance.  For primary data, structured questionnaires were 
used to collect quantitative data from administrative and staff of Sidian Bank. 
Questionnaires method of data collection is preferred because it is easy to administer 
and generates faster response. Qualitative data was generated from the open ended 
questions. List of key informers included senior managers, supervisor and operations 
staff.  The open ended questions allowed further uncovering of the actual influence of 
independent variables on organization employee retention during data gathering & 
therefore create a more representative picture of overall factors affecting employee 
retention. A survey questionnaire will include a cover letter explaining the purposes of 
the study, assuring the confidentiality of responses, and directions on how to complete 
the questions (Sanders, Lewis & Thornhill, 2009). The present study followed this 
approach, since the covering letter of the questionnaire includes general instructions, a 
statement assuring confidentiality and demographical section. In addition the Five 
points Likert scale was used with responses ranging from 5= strongly disagree to 1= 
strongly agree. Each item asked participants to indicate their agreement about the 
measured factors influencing employee retention at Sidian bank. This is adapted and 
modified from Ngai and Wat (2011). 
3.7 Data Analysis and Presentation 
Data was analyzed using descriptive statistics, frequency, distributions, percentages 
and measures of central tendency such as mean, mode and median, Kombo and 
Donald (2011). Computer packages Excel was  used to aid in analyzing and 
presenting the data through tables, charts and scatter diagrams were provided to show 
any statistically significant relationship in both graphical and numeric forms in a more 
clear and concise way. 
3.8 Ethical Considerations 
Confidentiality of the data to be gathered through the questionnaires and anonymity of 
the respondents was guaranteed. The respondents were required to compose their 
names on the questionnaires. The secondary data gathered from outer sources were 
not modified, kept confidential and was utilized with the end goal of this examination 
 28 
 
only. The respondent consent was looked for and they were not compelled to respond 
to the questions on the off chance that they were not willing to do as such. 
3.8.1 Informed Consent 
Before conducting the research, the researcher did a pre visit to the organization and 
seeked information from the organization management. The researcher was involved 
the management on the extent and what information the researchers seek. 
3.8.2 Voluntary Participation 
The research was voluntary and non of the respondent was cowered to take part in the 
research however the researcher took time to explain to the respondents the 
importance of this research to them and to the research and any participation was 
highly appreciated. 
3.8.3 Confidentiality 
All data that was collected in the organization was only for education purpose and no 
information was reproduced without the consent of the organization and the 
researcher.  
3.8.4 Privacy 
The respondents were assured that the information they shared was confidential and 
all respondents were not allowed to give their personal details and all information was 
coded. 
3.8.5 Anonymity 
A “strictly anonymous” study design is one in which it is impossible to trace data or 
information back to the research subject from whom it was obtained.  In other words, 
the data cannot be identified to any particular research participant, not even by the 
researcher.  The research did a total separation, the study design involved in the 
creation of a code linking the subject‟s identity to a pseudonym, as the identity of the 
subject can be traced to the data, written consent form was collected, and this consent 
form has to be separated from the data that the subject provides.    
3.9 Chapter Summary 
This research methodology chapter provides a research methodology; research, target 
population, sample and sampling technique, instruments, pilot study, data collection 
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procedure, data analysis and presentation, ethical considerations and chapter 
summary. The next chapter provides the research findings and discussion that were 
used by the study. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
4.0. Introduction 
In this chapter the researcher analysis data using both methods: Quantitative and 
Qualitative. The analysis process is done on the basis of the variables of the research 
objectives. Graphs and pie charts are used for representation. 
4.1 Presentations of Findings 
4.1.2. Gender of the respondents 
Table 4.1 showing Gender of the respondents 
Gender Number %age 
Male 25 58.3 
Female 18 41.7 
TOTAL 43 100 
 
Analysis from the table 4.2 indicates that respondents are majority men with 58.3% of 
representation. Women are represented at 41.7%.based on the research findings it was 
concluded that the study had a relative equal representation of both gender hence it 
was gender balanced. 
4.1.3. Age Brackets of the respondents 
Table 4.2 showing Age Brackets of the respondents  
Age bracket Number %age 
18 yrs. – 30 yrs 10 23.4 
31 yrs. – 40 yrs 16 36.6 
41yrs – 50 yrs. 11 26.6 
Above 50 yrs  6 13.4 
TOTAL 43 100 
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Figure 4.1.  Showing Age Brackets of the respondents 
 
Both table 4.2 and figure 4.1 show the age brackets of respondents. The majority of 
respondents are between 31-40 years old as they score 36.6%. Those aged between 
41-50 years follow with a score of 26.6%. Old and young people are few, as they 
represent respectively 23.4% and 13.4%. 
4.1.4. Management Levels of the respondents 
Table 4.3 showing Management Levels of the respondents  
Management Level Number Percentage  
Top Management  3 8.4 
Middle Management  5 10.8 
Low Management  35 80.8 
TOTAL 43 100 
 
Table 4.4 shows respondents management levels. Three are from top level, five 
respondents belong to the middle level andthirty five respondents belong to low level 
of management. This explains that majority of respondents at a rate of 80.8% are 
implementers, hence there is a big need for them to participate actively in 
formulating and must have good understanding concerning employee retention. 
 
 
 
 18 yrs. – 30 yrs 
23% 
 31 yrs. – 40 yrs 
37% 
41yrs – 50 yrs.  
27% 
Above 50 yrs  
13% 
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 4.1.5.   Highest Educational Level 
Table 4.4 Analysis on Highest Educational Level 
Level of Education Frequency Percentage 
Primary  0 0 
Secondary  0 0 
College  23 54 
University  20 46 
Total 43 100 
 
Figure 4.2 Analyses on Highest Educational Level 
 
 
The table 4.4 and figure 4.2 shows that the majority of respondents have college level 
of education with 54% confirming,46% of the respondents said they had university 
education, none of the respondents said they had secondary level of education still 
none of the respondents had primary level education. This showed that majority of the 
respondents had diplomas from college and were educated. Based on the research 
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findings it interpreted most of the employees at Sidian bank are able to meet work 
with minimum stress hence high retention rate. 
4.1.6. Career Development  
4.4.3 Career development influence the employee retention at Sidian Bank 
Figure 4.3: development influence the employee retention at Sidian Bank 
 
The respondents were asked to give their opinion on whether Career development 
influences the employee retention at Sidian Bank. The results were as presented in 
Figure 4.6 below. From the findings 59.2 % of the respondents agreed that Career 
development influence the employee retention at Sidian Bank while 40.8 % disagreed. 
This implies that Career development influence the employee retention at Sidian 
Bank. Majority of the respondents stated they would only remain in the organization 
as long as there is a good career growth in terms of job promotions and work 
enrichment. 
 
 
 
 
 
 
Yes, 59% 
No, 41% 
Yes
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Table 4.5: Career development influence the employee retention at Sidian Bank 
Statement 
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A
g
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e
 
S
tr
o
n
g
ly
 A
g
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e
 
M
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S
T
D
V
. 
Training and development programs 
have enhanced my career skills hence 
promoting my stay with the bank  
10 14 16 116 84 4.042 0.947 
The bank has policies that support 
employees career growth thereby 
enhancing employee retention  
9 13 18 121 79 4.033 0.947 
You have a well-structured career 
planning program at the bank 
11 15 19 105 90 4.033 0.922 
The bank‟s career growth is the best 
compared to the industry 
9 17 11 127 76 4.017 0.975 
 
The respondents had been asked to indicate their level of agreement with statements 
pertaining to career development and employee retention. The findings are presented 
in table 4.5. According to the findings the respondents agreed that training and 
development programs have enhanced their career skills hence promoting their stay 
with the bank as proven by means of a median of 4.042 based on the research findings 
there is a high mean hencetraining and development programs must be incorporated to 
enhance high employee retention, the bank has policies that support employees career 
growth thereby enhancing employee retention as proven by way of an average of 
4.033, they have a well-structured career planning program at the bank as shown 
through a median of 4.033 and  The bank‟s career growth is the best compared to the 
industry as shown via a median of 4.017. These related to Dwomoh and Korankye 
(2012) who stated coaching and career development opportunities within the banking 
sector have a big correlation with worker retention within the banking sector. 
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4.4.2 Employee Mentoring 
 
The respondents were asked to give their opinion on whether employee mentoring 
influences the employee retention at Sidian Bank. The results were as presented in 
Figure 4.5 below. From the findings 62.9% of the respondents agreed that Employee 
mentoring influence the employee retention at Sidian Bank, while 37.1% disagreed. 
This implies that Employee mentoring influence the employee retention at Sidian 
Bank. 
Table 4.6: Employee Mentoring on Employee Retention at Sidian Bank. 
Statement 
S
tr
o
n
g
ly
 D
is
a
g
re
e
 
D
is
a
g
re
e
 
M
o
d
er
a
te
 
A
g
re
e
 
S
tr
o
n
g
ly
 A
g
re
e
 
M
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S
T
D
V
. 
The mentoring program your skills 
there by promoting your stay with the 
bank  
12 21 40 127 40 3.775 0.910 
Your relationship supervisor makes 
you committed to the bank 
12 19 27 135 47 3.583 0.804 
Performance evaluations provide you 
with adequate feedback on your 
18 26 33 124 39 3.725 0.940 
Yes, 63% 
No, 37% 
Figure 4.5: Employee Mentoring 
Yes
No
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performance 
The mentoring and caching program is 
conducted excellently at the bank 
therefore promoting employee retention  
16 16 27 140 41 3.758 1.043 
Your relationship with the supervisor is 
beneficial to the bank by promoting 
employee retention  
11 23 16 153 37 3.721 0.961 
 
The respondents were requested to suggest the level of agreement with the subsequent 
formal declarations on employee mentoring influence the employee retention at 
Sidian Bank. The consequences had been as proven in table 4.4. 
From the findings the respondents agreed that the mentoring program your skills there 
by promoting your stay with the bank  as shown via a mean of 3.758, employee 
relationship supervisor makes them committed to the bank as shown with the aid of an 
average of 3.775, Performance evaluations provide employee  with adequate feedback 
on employees performance as proven by a median of 3.725, The mentoring and 
caching program is conducted excellently at the bank therefore promoting employee 
retention as proven through an average of 3.721 and employee relationship with the 
supervisor is beneficial to the bank by promoting employee retention as shown by a 
mean of 3.583. Those findings concur with the findings of Richard and 
Levenson,(2009) that stated mentorship within the banking sector, he contends that 
banks that develop effective mentoring programs have a positive vital relationship 
with worker performance. These finding are in bicycle-built-for-two with the study 
exhausted united states banks that indicated that mentoring programs for junior 
workers by senior workers light-emitting diode to increased junior worker 
commitment to the banks, whereas at a similar time promoting worker retention. 
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4.4.4 Working condition  
Figure 4.7: working condition  
 
The respondents were asked to give their opinion on whether working condition 
influence the employee retention at Sidian bank. The results were as presented in 
figure 4.7. From the findings 67.9 % of the respondents agreed that working condition 
influence the employee retention at Sidian bank while 32.1 % disagreed. This implies 
that working condition influence the employee retention at Sidian bank  
Table 4.7: Influence of working condition 
Statement 
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. 
My organization has successfully 
created an employee-friendly 
environment through flexible hours 
telecommuting 
9 17 21 11
4 
79 3.9
88 
0.89
8 
Supervisor support is so essential to 
retention that it can be said that 
employees leave bosses, not jobs 
11 15 19 11
9 
76 3.9
75 
0.91
6 
The bank work target and workload are 
considerable  enhance promoting 
10 16 20 12
3 
71 3.9
54 
0.91
5 
Yes, 68% 
No, 32% 
Yes
No
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employee to stay  
The bank has ensured all staff are 
properly equip at their work station 
hence reducing work stress   
12 18 22 12
6 
62 3.8
67 
0.89
3 
 
The respondents had been asked to signify the level of agreement with the subsequent 
statement on influence of working condition on employee retention. The results were 
as presented in table 4.7. The respondents agree bank has successfully created an 
employee-friendly environment through flexible hours telecommuting as proven via 
an average of 3.988, Supervisor support is so essential to retention that it can be said 
that employees leave bosses, not jobs as shown via a median of 3.975, The bank work 
target and workload are considerable  enhance promoting employee to stay as shown 
through a median of 3.954 and the bank has ensured all staff are properly equip at 
their work station hence reducing work stress  sector as shown by way of a mean of 
3.867. The findings are related to the findings of Ramlall, (2011) during a study on 
working conditions for workers operating in at bank of Uganda posit that individuals 
attempt to figure and to remain in those organizations that gives sensible and positive 
work setting, wherever workers feel that they're valued and creating distinction. 
4.4.5 Remuneration influence the employee retention at Sidian Bank 
Figure 4.8: remuneration influence the employee retention at Sidian Ban 
 
Yes, 77% 
No, 23% 
Yes
No
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The respondents were asked to give their opinion on whether remuneration influences 
the employee retention at Sidian Bank.  The results were as shown in figure 4.8. From 
the findings 77.1% of the respondents agreed that remuneration influence the 
employee retention at Sidian Bankand 22.9% disagreed that remuneration influence 
the employee retention at Sidian Bank. This shows remuneration influence the 
employee retention at Sidian Bank. 
 
Table 4.8: Remuneration influence the employee retention at Sidian Bank 
The respondents have been requested to signify the extent of agreement with the 
following on assets performance inspired by way of occupational call for. From the 
findings, The bank remuneration system is fair to you compared to other banks as 
proven by way of a median of 3.958, You can describe your current salary as good 
compared to the market rate as proven by way of an average of 3.921, Bonuses 
influence your commitment to stay with the bank (medical insurance package) as 
proven by way of an average of three.883 and The organization is able to retain its 
employees by offering competitive salaries as proven by a median of 3.846. This 
concur with Armstrong (2009) who truly stated in his e-book that businesses ought to 
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The bank remuneration system is fair to 
you compared to other banks  13 18 24 123 62 3.846 0.870 
You can describe your current salary as 
good compared to the market rate 9 15 19 131 66 3.958 0.948 
Bonuses influence your commitment to 
stay with the bank(medical insurance 
package) 
11 15 21 128 65 3.921 0.922 
The organization is able to retain its 
employees by offering competitive 
salaries 
13 13 24 129 61 3.883 0.912 
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gain from interest costs/loan financing via winning the “heart and minds of” their 
employees to get them to perceive with the organisation, to exert themselves greater 
on its behalf and to stay with the business enterprise. 
4.2 Limitations of Study 
4.2.1 Bureaucracy   
Organizations have various procedures that are outlined publicly to govern movement 
of people to the organization and from the organization. However some procedures 
are usually too tedious to the dislike of visitors/researchers. This was characterized by 
long procedures and regulations that were expected to be followed. Despite such 
challenges, the researcher was adequately prepared to abide by all the regulations so 
that a successful research study could be carried out. 
 
4.2.2 Inaccessibility to the Company 
The researcher had initially been denied access based on the restrictive policies 
against external researchers and especially private research studies. This was due to 
the recorded history of exploring and exposing inefficiencies in various organizations. 
However, the researcher overcame this challenge by using an introduction letter from 
Management University of Africa which showed the purpose of this study so that 
gaining accessibility could be achieved. 
 
4.2.3 Lack of Cooperation 
The researcher still experienced challenges on lack of cooperation. Some of the staff 
within this organization had reluctantly declined to participate in this research in 
pretence of not very genuine reasons. As a result, quite a number of respondents 
would have failed to provide the data. However, to counter this challenge, the 
researcher had to assure the respondents that this study was only covering the 
academic goals.   
 
4.3 Chapter Summary 
This chapter was about data analysis.  The chapter first introduces information about 
information from the respondents in terms, gender of Respondents, Years of work 
experience of respondents and Education Level of Respondents. The chapter was 
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further categorized in to quantitative analysis that revolved around discussing the 
objectives of the study, The chapter also addressed the limitations of the study. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
This chapter presented a summary on findings, conclusion and recommendations. 
This was based on factors influencing employee retention in the financial sector in 
Kenya on a case study Sidian Bank.  
 
5.1 Summary of Findings 
5.1.1 How Does Career Development Affect Employee Retention in the Financial 
At Sidian Bank? 
With regard to the effect of career development on employee retention it was found 
that this influences employee retention. Majority of the respondents‟ represented by 
59.2 % agreed with this.  
According to the findings the respondents agreed that training and development 
programs have enhanced their career skills hence promoting their  stay with the bank 
as proven by means of a median of 4.042, the bank has policies that support 
employees career growth thereby enhancing employee retention as proven by way of 
an average of 4.033, the organization has  a well-structured career planning program  
as shown through a median of 4.033 and  The bank‟s career growth is the best 
compared to the industry as shown via a median of 4.017. These related toDwomoh 
and Korankye (2012) who stated coaching and career development opportunities 
within the banking sector have a big correlation with worker retention within the 
banking sector. 
 
5.1.2 How does Employee Mentoring Affect Employee Retention At Sidian 
Bank? 
The respondents were asked to give their opinion on whether employee mentoring 
influences the employee retention at Sidian Bank. From the findings 62.9% of the 
respondents agreed that Employee mentoring influence the employee retention at 
Sidian Bank, while 37.1% disagreed. This implies that Employee mentoring influence 
the employee retention at Sidian Bank. 
From the findings the majority of the respondents agreed that the mentoring program 
their skills there by promoting their stay with the bank, employee relationship with 
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supervisor makes them committed to the bank as shown with the aid of an average of 
3.775, Performance evaluations provide employee  with adequate feedback on 
employees performance as proven by a median of 3.725, The mentoring and caching 
program is conducted excellently at the bank therefore promoting employee retention 
as proven through an average of 3.721 and employee relationship with the supervisor 
is beneficial to the bank by promoting employee retention as shown by a mean of 
3.583. Those findings concur with the findings of Richard and Levenson,(2009) that 
stated mentorship within the banking sector; he contends that banks that develop 
effective mentoring programs have a positive vital relationship with worker 
performance. These finding are in bicycle-built-for-two with the study exhausted 
united states banks that indicated that mentoring programs for junior workers by 
senior workers light-emitting diode to increased junior worker commitment to the 
banks, whereas at a similar time promoting worker retention. 
 
5.1.3 How Does Working Condition Affect Employee Retention At Sidian Bank? 
The respondents were asked to give their opinion on whether working condition 
influence the employee retention at Sidian bank. From the findings 67.9 % of the 
respondents agreed that working condition influence the employee retention at Sidian 
bank while 32.1 % disagreed. This implies that working condition influence the 
employee retention at Sidian bank  
The respondents have been asked to signify the level of agreement with the 
subsequent on government regulations/subsidies that influence property performance. 
the findings the respondents agreed that the bank has successfully created an 
employee-friendly environment through flexible hours telecommuting as proven via 
an average of 3.988, Supervisor support is so essential to retention that it can be said 
that employees leave bosses, not jobs as shown via a median of 3.975, The bank work 
target and workload are considerable  enhance promoting employee to stay as shown 
through a median of 3.954 and the bank has ensured all staff are properly equip at 
their work station hence reducing work stress  sector as shown by way of a mean of 
3.867. The findings are related to the findings of Ramlall, (2011) during a study on 
working conditions for workers operating in at bank of Uganda posit that individuals 
attempt to figure and to remain in those organizations that gives sensible and positive 
work setting, wherever workers feel that they're valued and creating distinction. 
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5.1.4 To What Extent Does Remuneration Affect Employee Retention At Sidian 
Bank? 
The respondents were asked to give their opinion on whether remuneration influences 
the employee retention at Sidian Bank. From the findings 77.1% of the respondents 
agreed that remuneration influence the employee retention at Sidian Bank.  
From the findings, the bank remuneration system is fair compared to other banks as 
proven by way of a median of 3.958,most respondents describe their current salary as 
good compared to the market rate. They also indicated that bonuses influence their 
commitment to stay with the bank as proven by an average of 3.883. The organization 
is able to retain its employees by offering competitive salaries as proven by a median 
of 3.846. This concur with Armstrong (2009) who truly stated in his e-book that 
businesses ought to gain from interest costs/loan financing via winning the “heart and 
minds of” their employees to get them to perceive with the organisation, to exert 
themselves greater on its behalf and to stay with the business enterprise. 
5.2 Conclusion 
The respondents were asked to give their opinion on whether career development 
influences the employee retention in the financial sector in Kenya. Majority of the 
respondents were in agreement career development influences employee retention in 
the financial sector in Kenya. It was concluded thatcareer development influence the 
employee retention in the financial sector in Kenya. 
 
The respondents were asked to give their opinion on whether employee mentoring has 
an influence on employee retention in the financial sector in Kenya. From the findings 
majority of respondents that employee mentoring has an influence on employee 
retention in the financial sector in Kenya. This implies that Employee mentoring has 
an influence on employee retention in the financial sector in Kenya. 
 
The respondents were asked to give their opinion on whether working condition has 
employee retention in the financial sector in Kenya.  The analysis shows most of 
respondents were in agreement that working condition has a great effect on the 
employee retention in the financial sector in Kenya. This implies that working 
condition has employee retention in the financial sector in Kenya. 
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The respondents were asked to give their opinion on whether remuneration has an 
influence on employee retention in the financial sector in Kenya. From the findings 
majority of the respondents agreed that remuneration has an influence on employee 
retention in the financial sector in Kenya while a few of the respondents disagreed. It 
was concluded that remuneration has an influence on employee retention in the 
financial sector in Kenya. 
5.3 Recommendations 
The study recommends that the management of Sidian bank should put in place 
training and development programs for middle level managers. Training whether in 
form of seminars, on/off Job training and refresher courses will improve the 
employee‟s technical expertise and enhance their professional growth. As a result the 
employees would be motivated to give back to the employer for investing in them, 
and consequently increase loyalty and employee retention. 
Staff benefits and especially those that appreciate in value increase staff retention. 
The organization should put up a staff benefits scheme that the managers feel are of 
greater value to them.It istherefore recommended that the management should take 
actions aimed at ensuring thatemployees are rewarded accordingly and benefits 
offered to them be improved. 
The study recommends that the management of Sidian bank creates and cultivates a 
culture/ work environment where everyone loves to be part of. This can be achieved 
by creating company values and policies that enhance and protect the employee 
dignity and self- esteem. The study recommends to the management of Sidian bank to 
encourage work life balance where the employees get adequate time off to spend with 
family and friends, and attend to other social responsibilities. 
The management need to ensure the employee work place is conducive, and the 
management should put its employee interest at heart the management of the banks 
need have a well defined work role and clear work specification of each task to be 
done on each day. 
5.5 Suggestions for Further Research 
Future researchers should research the wider applicability of achieving excellence 
principles on the make-up and management of employee retention activities and draw 
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on this and other experience to articulate and embed best practice guidance in the 
employee retention in the financial sector in Kenya. 
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APPENDICES 
APPENDIX I: LETTER OF INTRODUCTION  
Njeri Grace Mweru  
P.O. Box 35540 - 00200, 
Nairobi, Kenya. 
Dear Respondents, 
 
Re: Request for your participation in my research project 
I am a student currently pursuing bachelors in Business Management leadership and 
specializing Administration from Management University of Africa, school of 
management and leadership. 
 
In partial fulfilment of the requirements of the award of the degree, I am conducting a 
research project to determine the factors influencing employee retention in the 
financial sector atSidian Bank. You have been randomly selected to participate in this 
study. Participation is voluntary and if you will, please spare a few minutes of your 
time to fill in the blanks of the attached list of questions to the best of your 
knowledge. Kindly complete all sections of the questionnaire to enable me complete 
the study. Please note that the information you provide was treated as confidential, 
and will only be used for the purpose of this research. 
 
The findings of this study will help Sidian Bank management adopt a decision making 
that will enhance employee commitment, thus reducing cases of turnover. The 
findings will also provide feedback to senior managers to enable them facilitate 
further research, or adopt the findings into their operations. 
 
Your participation in this study was highly appreciated. 
Yours Sincerely, 
Njeri Grace Mweru  
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APPENDIX II:  
QUESTIONNAIRES 
Please fill in the questionnaire as diligently as you can. Tick in the appropriate box 
where the question requires you to do so, where the space is provided. Please fill in 
your answer. 
 SECTION A: GENERAL INFORMATION 
1. Gender of respondent 
Male 
Female    
 
2. Age of respondent  
18 yrs. – 30 yrs 
31 yrs. – 40 yrs 
41yrs – 50 yrs.  
Above 50 yrs  
3. Period of service 
Less than 5 years 
5-10years 
11-15years 
More than 15years 
4. Highest level of education 
Primary    
Secondary    
College    
University    
 
 
 ii 
 
5. What is your position in the organization? 
     Senior management 
     Middle management 
     Support staff 
SECTION B: CAREER DEVELOPMENT  
6. Does career development influence the employee retention at Sidian Bank? 
Yes 
No  
Please explain briefly 
………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………… 
Rate your level of agreement with the following statements on career development. 
Whereby 1=strongly disagree, 2=disagree, 3=neutral, 4=agree and 5 strongly agree 
No Statement 1 2 3 4 5 
 Training and development programs have enhanced 
my career skills hence promoting my stay with the 
bank  
     
 The bank has policies that support employee career 
growth thereby enhancing employee retention  
     
 You have a well-structured career planning program 
at the bank 
     
 The bank‟s career growth is the best compared to the 
industry 
     
 
SECTION C EMPLOYEE MENTORING 
7. Does employee mentoring influence the employee retention at Sidian Bank? 
Yes 
No 
 iii 
 
Please explain briefly 
………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………… 
 
8. Rate your level of agreement with the following statements on employee 
mentoring. Whereby 1=strongly disagree, 2=disagree, 3=neutral, 4=agree and 
5 strongly agree 
No Statement 1 2 3 4 5 
 The mentoring program your skills there by 
promoting your stay with the bank  
     
 Your relationship supervisor makes you committed 
tothe bank 
     
 Performance evaluations provide you with adequate 
feedback onyour performance 
     
 The mentoring and caching program is conducted 
excellently atthe bank therefore promoting employee 
retention  
     
 Your relationship with the supervisor is beneficial to 
the bank by promoting employee retention  
     
 
SECTION D WORKING CONDITION 
9. Does working condition influence the employee retention at Sidian Bank? 
Yes 
No 
Please explain briefly 
………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………… 
 iv 
 
10. Rate your level of agreement with the following statements on working 
condition. Whereby 1=strongly disagree, 2=disagree, 3=neutral, 4=agree and 5 
strongly agree 
 
No Statement 1 2 3 4 5 
 My organization has successfully created an 
employee-friendly environment through flexible 
hours telecommuting 
     
 Supervisor support is so essential to retention that it 
can be said that employees leave bosses, not jobs 
     
 The bank work target and workload are considerable  
enhance promoting employee to stay  
     
 The bank has ensured all staff are properly equip at 
their work station hence reducing work stress   
     
 
SECTION E REMUNERATION 
11. Does remuneration influence the employee retention at Sidian Bank? 
Yes 
No 
Please explain briefly 
………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………........ 
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12. Rate your level of agreement with the following statements on remuneration. 
Whereby 1=strongly disagree, 2=disagree, 3=neutral, 4=agree and 5 strongly 
agree 
No Statement 1 2 3 4 5 
 The bank remuneration system is fair to you 
compared to other banks  
     
 You can describe your current salary as 
goodcompared to the market rate 
     
 Bonuses influence your commitment to stay with 
thebank(medical insurance package) 
     
 The organization is able to retain its employees by 
offering competitive salaries 
     
       
 
 
The End 
Thank you very much for taking your time to fill in the form and to take part in this 
Research. 
 
 
 
 
 
 
 
 
 
 
